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Objekf f  kajian ini adaluh untuk menerangkan tentang amalan-ainalan latihan zrntzrk pekeva-pekerya 
profesionai dun feknikal et?zpat indzrsfri terpilih liaitu ind~rstri elektrikal dan elcktronlk, industi.i kimia dan 
baratrgan berasaskan kimia, indzatri feksfil, aparel dan kasut, dun indus~ri makanan, beveraj dan 
tenzhakau) daripada sektor perkilangan di Malaysia. Kerangka popzrlasi adalah ferdiri daripada semzia 
kilang-kilang daripada keempat-en~pat indusfri ini yang berdaflar dengan ,\.!IDA (A4ID.4, 1996). 
Daripada kesellrruhan 1340 buah kiiailg, 60 teiah dipllih sebagai sampei dengan menggzinakan .Icaedah 
persampelan rawak berstrata. Temzrduga berstruktzlr keii~i,ldicmn.va dijalai?kan Respoi7den adalah terdiri 
daripada pegalvai syarikot yang berkenaan samada pengzrrus latihan atazl pengzrrus slrn~ber manusia. 
Hasii daputari kajian ini didapati bersamaan dengan hasil dapatan kajian-kajian terdahulu walaupun 
kajian-kajian ferdahzrlzc tidak memberikan fzmzpzran kepada pekerja-pekerja profesioi;al dan teknikal di 
sektor perkilangan. Kesimpztlannya, amalan-amalan latihan masih tidak banvak berzrbah \valazrpzrn 
bilangan dan peruntukan untltk latihan dilaporkan semaliin berfanzbah. 
The objective of this  stud)^ was fo  describe the training practices for professionclls 017d technical sluffs irr 
fhe four selected industries in the inanufacturing sector in .44alaysia. The poplliatioil jknme rvas based 017 
the direcroty of manzfactzrrers throzrghozrt the countr,~ provided bv MIDA (MIDA, 19561. Due to the large 
nzmlber ofconzpanies and lirnifed budge[. this sfudy will onlyfoczrs on four indzrstries i.e, the electrical and 
electronics indzlstry, chenzical and cheinical prodztcfs i n d ~ u f n ,  te2xfiles, appnre! andjoohvear- ir7du~rr.v~ and 
food, beverage and tobacco industry From the 1340 conzpanies, 60  companies wpre identified as 
respondents and were chosen by using the strat$ed randoin sampling method. lnfewiews were strzrcrzrreri 
throzrgh the use of a form and were conducted with the appropriate staffmeinbers o f f h e  companies who 
are in-charge of the trainii7g aclivities. Findings of this studv on the training objectives, the iiuportance oj' 
training and development, i,ljlucnce on budget by various job categories. the training t-reeds assessmerz~ 
anaij~sis, the [raining needs assessment data gafherii7g methods, the training t,vpes. training methods, 
training providers, training venues, inslrzrdional media and [he fraining evalz1atioi7 supported jindings 
from previous researches even though [hose researches did not sperljically fbcus on the training 01- 
professionais and technical staffs in the inanufacturing secfor. 
INTRODUCTION 
Training is a process which never ends. It can start even before an employee is hired 
and it continues throughout his or her entire career. In  such a rapidly developing and 
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changing environment such as the one faced by companies in Malaysia, training takes 
an extra importance and focus. 
Training is an attempt to provide the employees with information, skills, and abilities 
and to alter their behavior to improve their current or future performance on a currently 
held job. Training involves three phases: training needs assessment, development and 
evaluation. Each of these three phases consists of 'many methods for the training or 
human resource managers to choose. The choices made will determine the outcome of 
the training programs since these methods are not created equal. These will in turn 
affect the overall competitiveness and achievement of organization objectives. 
Therefore, human resource or training managers are facing tremendous task in 
choosing the right training programs to yield maximum returns on training investment. 
Unfortunately, few studies were conducted on this issue of training practices in Malaysia 
for professionals and technical staffs. While these managers needed past studies to 
guide them in selecting the better training design, they couldn't find many of any 
relevancies to the local environment. 
The importance of training in Malaysia has been realized by those in all sectors including 
the government. As such the government has introduced the Human Resources 
Development (HRD) Act, 1992, which was implemented since 1993. Under this act, 
employers with 10 or more employees are required to pay the HRD levy at the rate of 1 
O/O of the monthly wages of their employees. The purpose of this act is to encourage 
employers to retrain and upgrade the skills of their employees in line with their 
business' needs and the industrialization strategy of  the country (HRD Council Annual 
Report, 1995). On the role of the employers, their involvement in the training and 
development of their employees was evidenced by the increase in the number of 
workers approved for retrainiug and skills upgrading (HRDC Annual Report, 1997). 
However, the issue of training and development in Malaysia should be studied to  some 
depth to unfold the variety of practices along its processes. Therefore, this study was 
carried out to examine the training practices for professionals and technical staffs in the 
four selected industries in the manufacturing sector in Malaysia. 
LITERATURE REVIEWS 
Not many researches on training in the manufacturing sector in Malaysia have been 
published. Two examples of researches on the subject are by Mohd Nazari (1994) and 
Sin and Jain (1988). Both were published by the Malaysian Management Review. 
According to Saiyadain and Juhary (1995) and Choong and Chin (1995), the last survey 
of management education in Malaysia was conducted in 1983 and was published in 
1987 by Hamid et al. I n  other words, the work by ~ a i ~ a d a i n  a d Juhary was the last 
published study on management education. Unfortunately for other job categories, 
there is still a dearth of locally published material. 
Important Variables on Training 
The discussion on previous literatures will focus on the important variables of training 
which are the training objectives, the influence of individuals on the training budgets, 
training needs assessment analysis, training needs assessment data gathering methods, 
training methods, sources of training, training types, instructional media, training 
venue, and training evaluations. 
Training objectives 
Saiyadain and Juhary (1995) found that the updating of knowledge of managers was 
the main objective of training followed by preparing the managers for future assignment 
in same position, developing specific abilities or competencies, training in allied fields 
within management, preparing the managers for promotion, rewarding managers for 
good work, and preparing them for transfer. Mohd Nazari (1994) noted that the 
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reasons given for the emphasis on training were to match the increase in the general 
level of wages in the country and to increase productivity and quality as a result of 
increased competition in the electronics industry. Meigs-Burkhard (1986) found that the 
most common training objective was to help employees perform their present jobs well. 
This objective was then followed by to orientate new employees, to keep employees 
informed of technical and procedural changes occurring within the organization, to  
provide an opportunity for employees to develop their personal skills and knowledge, 
and to help employees qualify for future jobs within the corporation. Saari et al. (1988) 
indicated that the primary reasons for management training were to broaden the 
individual knowledge, to provide job-specific knowledge or skills, and to provide state- 
of-the-art knowledge or skills. 
Individual influencinq traininq budqets 
Meigs-Burkhard (1986) found that the individuals having the greatest influence on 
training budgets were the upper management, HRD managers, training managers, line 
management, and union representatives. More than 80 O/O of the respondents in their 
study responded that the upper management had great influence over training budgets 
while more than 40 O/O of the respondents answered that the HRD and training 
managers had great influence over budgets. 
Traininq needs assessment analysis 
Saari et al. (1988) found that only 27 O/O of the companies have practices or procedures 
for determining the training and education needs of their managers. 
Traininq needs assessment data qatherins methods 
Saiyadain and Juhary (1995) found that majority of firms allowed their managers to 
indicate their own training needs mainly through performance appraisals. I n  addition to  
that, trainiig needs are also identified by surveys conducted by Personnel Department, 
brainstorming sessions, assessment center, and outside consultants. McClelland (1993, 
1994a, 1994b, 1994c and 1994d) suggested the use of few other methods such as 
written surveys, individual interviews, focus groups, or on-site observations. According 
to him, these methods can be employed either individually, in combination with 
another, or collectively (one in concert and in support of the other). Smith et. al. 
(1986) on the other hand had many more suggestions on the methods which include 
advisory committee, assessment centers, attitude surveys, group discussions, employee 
interviews, exit interviews, management requests, observations of behavior/work 
sample, performance appraisals, performance documents, questionnaire surveys, skills 
tests, job analysis, and related experience of other organizations. Meigs-Burkhard 
(1986) found that more than 80 O/O of the respondents used interviews and direct 
observation of works as means to collect the data, which were followed by examination 
of performance, questionnaires, and task analysis respectively. 
Traininq methods 
Mohd Nazari (1994) found that all the employees of the electronics MNCs from all 
categories (production, maintenance, professionals and technical staff and managerial) 
had to undergo on-the-job training. Local off-the-job training was assigned for 30 O/O of 
both production and professional eniployees. For overseas off-the-job-training, 40 O/O of  
the professional and technical employees got the training. Sin and Jain (1988) reported 
that Japanese parent companies and its' subsidiaries in Malaysia provided on-the-job 
training, a formal classroom training in addition to  job rotation4to their employees. 
Sources of traininq 
For managers, most organizations organized in-house training program handled by a 
mix of outside consultants and in-house faculty. Only a small percentage of 
organizations depended solely on either in-house faculty or outside consultants 
(Saiyadain and Juhary, 1995). A 1996 Industry Report (Anonymous, 1996) categorized 
the sources of training into three i.e, those training provided by in-house staff only, 
outside suppliers or consultants only, and both. The survey found that most of  the 
- - 
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trainings for managers and professionals were handled by both the in-house staff and 
the outside suppliers; only few companies handled the programs by themselves or 
totally outsourced them. A survey of a large number of organizations as appeared in 
Sherman, Bohlander and Snell (1996) also categorized the sources of training into three 
as stated above. The difference was that this survey looked into the relationship 
between these different sources of training and the different types of training. The 
survey revealed that all types of training were conducted most frequently by both the 
in-house staff and the outside suppliers or consultants. 
Traininq types 
Anonymous (1996) in a survey on U.S. organizations with 100 or more employees found 
that the general types of training carried out most often (in descending order) were 
basic computer skills, technical skills/knowledge, management skills/development, 
communication skills, supervisory skills, new methods/procedures, customer 
relations/services, executive development, personal growth, clerical/secretariaI skills, 
customer education, employee/labor relations, wellness, sales, and remediallbasic 
education. 
Training magazine (October 1996) reported that a survey on firms with 100 or more 
employees f o ~ ~ n d  that the most commonly used training in descending order were new- 
employee orientation, performance appraisals, leadership, hiring/selection process, 
interpersonal skills, word processing, new equipment operation, team building, 
delegation skills, listening skills, time management, train-the-trainer, product 
knowledge, goal setting, personal computer applications, motivation, decision making, 
safety, stress management, computer programming, problem solving, quality 
improvement, managing change, conducting meetings, writing skills, public 
speaking/presentation, planning, data processing, negotiating skills, management 
information system, substance abuse, finance, smoking cessation, strategic planning, 
ethics, marketing, outplacement/retirement planning, purchasing, creativity, reading 
skills, and foreign language (French, 1994). 
I n  a similar study previously, Gordon (1988) found that, of organizations with 100 or 
more errtployees, the most frequently used training types were new-employee 
orientation, perforniance appraisals, work processing, time management, leadership, 
new-equipment operation, hiring/selection, product knowledge, stress management, 
train-the-trainer, listening skills, team building, safety, motivation, problem solving, 
delegation skills, public speaking/presentation, interpersonal skills, goal setting, decision 
making, computer applications, planning, writing skills, computer programming, 
managirlg change, data processing, MIS, conducting meetings, negotiating skills, 
substance abuse, smoking cessation, strategic planning, quality control, finance, 
purchasing, outplacement/retirement planning, creativity, ethics, reading skills, and 
foreign language. 
Grossman and Magnus (1989) attempted to differentiate the types of training and the 
frequency of their use based on the number of employees. They found that the larger 
the firms, the more frequently these trainings were offered; orientation for new 
employees, supervisory development, management development, executive 
development, specific job-related skills training, computer training, safety training, sales 
training, and training in technical skills. Meigs-Burkhard (1986) found that the most 
frequent types of training (with more than 80 O/O response) were employee orientation, 
supervisory skills and management development. These were followed by computer 
use skills, safety procedures, professional/technical skills, communication skills, sales 
skills, customer relations' skills, interpersonal skills, executive development, clerical 
skills, craftltrade skills, health promotion, telemarketing skills, ethical issues, and 
remedial education. 
Instructional media 
Saiyadain and Juhary (1995) in their study on managerial training in IYalaysia found that 
the widely used media were lecture cum discussion, case study method, educational 
films, role play, simhlation techniques, close circuit video recording, location visits, and 
T-Group. The 1996 Industry Report (Anonymous, 1996) revealed that the three most 
frequently used instructional media were the classroom lectures, videotapes and 
workbooks/manual. A survey on Fortune 500 and private companies with sales of $500 
million or more by ofice of Technology Assessment, U.S Congress (Miner and Crane, 
1995) revealed that lecture, television and videotape were the most commonly used 
media. Grossman and Magnus (1989) in their survey found that the training medium 
most often used by companies of all sizes was films or cassettes. Meigs-Burkhard 
(1986) found that lectures and discussions, discussion groups, films, slide presentation, 
audiocassette presentations, case studies, and off-the-shelf videotapes were used quite 
frequently in the training for technical skills and management development. 
Traininq venue 
Saiyadain and Juhary (1995) reports that the ,ocations chosen to train managers were 
inside the companies, followed by at the companies' headquarters, professional bodies 
in Malaysia, and foreign universities and institutions. 
Traininq evaluation 
IVclmerous criteria had been proposed to evaluate trainirlg programs. The many options 
included changes in productivity, reported attitude on the job (e.g., satisfaction with 
supervisor, job satisfaction, stress, role conflict), changes in job knowledge, cost 
savings benefit gains, and attitudes toward training (Burke and Day, 1986a and 1986b; 
Fisher and Weinberg, 1988; Fitzenz, 1988; Ford and Wroten, 1984; Kaman and Mohr, 
1984; Kirkpatrick, 1983; and Russ-Eft and Zenger, 1985). While several criteria had 
been tested through the years, four components or steps had widely been included in 
training evaluation i.e. reaction to training, learning changes, transfer of training, and 
results (Kirkpatrick, 1979; Alliger and Janak, 1989)). I n  a study on organizations with 
100 or more employees, the 1996 Industry Report (Anonymous, 1996) found that the 
most commonly used training evaluation for manufacturing sector was the trainees' 
reaction to the course. These were then followed by the trainees' learning, behavior 
and business results. 
On employee reactions, it should however be noted that positive employee reactions do 
not necessarily mean that training will lead to changes in knowledge or performance 
(Alliger and Janak, 1989); and it is the lowest level of training evaluation (Birnbrauer, 
1987). 
METHODS 
The sample was based on the directory of manufacturers of all industries throughout 
the country provided by MIDA (MIDA, 1996). The directory had a total of 3214 
companies representing 15 industries. Due to the large number of companies and 
limited budget, this study will only focus on four industries, the electrical and electronics 
industry (563 companies), which made up the largest proportion of  companies, 
chemical and chemical products industry (228 companies), textiles, apparel and 
footwear industry (123 companies) and food, beverage and tobacco industry (426 
companies), with a total of 1340 companies. These industries were chosen based on 
their performance in 1998 for their contribution to the manufacturing sector (Economic 
Report, 1998). 
From the 1340 companies, 60 companies were identified as respondents and were 
chosen by using the stratified random sampling method. 
- -- 
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Interviews were conducted with the appropriate staff members of the companies who 
are in-charge of the training activities. Interviews were structured through the use of a 
form. The form was divided into two parts. Section 1 was to solicit the background 
information of the respondents and Section 2 was for the respondents to clarify on their 
training administration, facilities, training objectives, the importance of training and 
development, influence on budget by various job categories, the training needs 
assessment analysis, the training needs assessment data gathering methods, the 
training types, training methods, training providers, training venues, instructional media 
and the training evaluation. 
Y 
FINDINGS AND DISCUSSIONS 
A total of 60 companies were interviewed in this study, in which 38 companies were 
from the electrical, electronic and machinery industry, 11 from the textiles, apparel and 
footwear industry, 6 from the food, beverage and tobacco industry and 5 from the 
chemicals, chemical and plastic industry. I n  terms of ownership, 17 are local 
companies, 9 are joint venture companies and 34 are foreign companies. 
Table 1: Samples According to Industry and Equity Ownership 
Item/ Industry Electrical, Textiles, Food, Chemicals, Total 
Electronic Apparel & Beverage & Chemical & 
& Footwear Tobacco Plastic 
Machinery 




Joint Venture 6 15,8 / 1 9 
Company I 
I C-- 
Foreign Company / 25 1 65.8 / 6 54.5 I 2 i 
No. of companies i 38 63.3 1 11 1 18.3 1 - 6 1  5 1 8 8 . 3  6 0 
- - 
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63.33 percent of the respondents indicated that they have a training department. For 
those that did not have training department, majority of them said that the training 
activities were carried out by human resource department. 
On the qualification of those who were in-charge of training, Table 2 shows that more 
than half had a Bachelor's degree, 13 had a diploma, 7 had SPM, 5 had STPM and 
certificates and 2 had a Masters degree. However, majority of them were still in the 
early career stafe with less than 5 years of experience. 
Table 2: Training Managers 
) SPM 










With reference to the training facilities, Table 3 shows that most of the respondents 
indicated that they had their own training facilities with classrooms and audio-video 
facilities. Less than half had a library though. Only 4 of them indicated that they had a 



















m n g  facilities 5 1 I 85.00-1 
1 - 
m n i n g  college 
I 
I 4 6.67 -7 
/ n ~ t w i c ~ a s s r o o r n s  only 4 4 - 7 3 . 3 3  -1 




I n  undertaking the training program, Table 4 shows that majority of the respondents 
identified their training objectives were to increase the productivity, to help employees 
to perform their jobs well, to develop personal skills and knowledge of their employees 
and to keep their employees informed of the technical and procedural changes which 
occurred in the organization. These were also found to be rated highly by Saiyadain 
and Juhary (1995), Mohd Nazari (1994), Meigs-Burkhard (1986), and Saari et. al. 
(1988). 
Table 4: Training Objectives 




i ~ e v e l o p f i s  ki knowledge 
I 
5 5 I 9 1.67 
I - - 




Qualify for future jobs 40 66.67 1 
___%___1 
96.67 1 




12 I 20.00 1 
Gain competitive advantage 
I - -21 35.00 i 
-- 
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29 I 48.33 
Reward employees 1 
The respondents were asked to rate how much importance did they place on training 
and development for their professionals and technical staffs on a four point scale from 0 
(not at all) to 3 (very much important). The mean found was 2.67 with standard 
deviation of 0.51. This finding is parallel to the figure revealed by HRDC (1997). 
The respondents were asked to rate on the influence of individuals on the annual 
training budget on a four point scale from 0 (not at all) to  3 (very much important) and 
the results showed that the human resource managers and the senior managers had 
the highest means of 2.37 and 2.33 respectively. This finding is quite similar with the 
finding by Meigs-Burkhard (1986) except that in this study human resource managers 
had slightly more influence on the budget than the senior managers. 
I Human Resource Managers 2.37 I 1.55 I 
Table 5:  Influence On Training Budget 
I Mean 




Middle Managers 1.55 I 1.451 
1.54 Senior Managers 
I I 




H ~ ~ m a n  Resource Dev 0 . 7 1  
1.52 
1.13 
The respondents were also asked to rate on how frequent did they conduct the 
1.43 
1.53 
( Committee I 
organizational analysis, task analysis and person analysis on a five-point scale from 0 
J 
(not at all) to 4 (very often). Table 6 shows that the means for all three analysis were 
Note: n=60 
between the 'seldom' and 'often' scales which is not good. 
Table 6: Training Needs Assessment 
Mean 
I I I 
Task Analysis 2.55 1.03 
S.D. 
1-tional Analysis 
I I 4 
2.52 
On the data gathering methods used by respondents to assess the training needs of 
0.95 
Person Analysis 
their employees, Table 7 shows that the annual performance appraisal was the most 
popular method in assessing training needs for the professionals and technical staffs. 
Note: n=60 
2.28 
This is followed by individual interview, on-site or direct observation, survey 
1.28 
questionnaires, and focus groups. Even though previous studies did not specifically 
study the data gathering methods to assess training needs for the professionals and 
technical staffs, their findings did not vary much with the finding of this study 
(Saiyadain and Juhary, 1995; Smith et. Al., 1986; and Meigs-Burkhard, 1986). 




Critical Incident. 2 5 
I I 




I I __J 
Note: N= 60 
40 
40 
22 I 3 7 
Multiple response (Scale: Yes/No) 
When the needs of the employees have been identified, various types of training will be 
provided to them. For the professionals and technical staffs, the supervisory skills and 
computer skills were the two types of training most frequently offered with 82 O/O 
response for the former and 80 O/O for the later. The next most popular training types 
provided to them were safety procedures, leadership, IS0 series, professional and 
technical skills, quality and productivity, employee motivation, problem solving and 
team building. 
Table 8 :Training Topics 
Topics 
I Supervisory skills 
1 Computer skills 
1 Professional & Technical skills 
- 
Quality & productivity 
I 
Employee motivation 3 8 6 3 
37 
Team building 37 I 62 
- / - -  33 I . 1 New-employee orientation 5 5 1 
Employee discipline 
I I I 
- 1 Craft/job/trade skills 
-  
Decision making 28 I 47 1 





Health promotion - 2 4 7  40 
I Financial skills 
I 
- - L _ _ I _ - _ _ _ _ _ _ _ C J  
Note: N =  60 
Multiple response (Scale: YesINo) 
The respondents were asked on the methods used in providing the training and the 
responses are shown in Table 9. From the table, we can see that on-the-job training 
was the most frequently used method in training with response rates of 72 O/O for the 
professionals and technical staffs. Off-the-job training in the forms of conference or 
seminar and computer-based were also quite popular. This finding supports previous 
findings of Mohd Nazari (1994), Sin and lain (1988), and Saari et al. (1988). 
Table 9: Training Methods 
r- -- O/o ' Items n 
1 OnJT (Coaching/understudy) 24 4 0 1 
-- I 1 
OnJT (Mentoring) I 24 1 40 
/ OnJT (Action learning) 1- i 3 7 1 
I I 
- -- I I -- 
OffJT (Case study) 2 1 3 5 1 
OnJT (Job rotation) 
1 OffJT (Uni. Related program) I 20 
2 2 
OffJT (Outdoor experiential) -tt 19 I 32 
I 3
I OffJT (Programmed insGuct%ns) I 1 18 /T- 
/e(~earless group discussion) 
t 
I 
I 18̂-, I 
7 ~ t e m s  I n 010 I 
1 OffJT (Behavior modeling) I 14 I 2 3 I 
OffJT (Lab training) 16 
I I 
OnJT (Junior boards) 
I I I 
Table 10 shows that majority respondents used both the outside suppliers or 
consultants and the in-house staff to provide the training for the professional and 
technical staffs. This finding supports previous studies of Saiyadain and Juhary (1995) 
and Anonymous (1996). 
Vestibule training 
1 OffJT (In-basket) 
Table 10: Training Provider 
12 




Note: OnJT = On-the-job training 
OffJT = Off-the-job training 




I In-house staff ~ 48 I 80 I 
I I 
Note: N= 60 
Multiple response (Scale: Yes/No) 
Outside supplier/consultant 
When asked on the venue of training activities, the most popular venue was the 
company's premises with 87 O/O response rate, followed by hotels, public training 
centers, outdoors, and other company's training facilities. 
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Other company's training facilities 2 1 I 3 5 I 
Table 11: Training Venues 
I 
I I I 
Note: N= 60 
I tem 
Multiple response (Scale: Yes/No) 
Table 12 below shows the findings for the instructional media used in training. 
Workbooks, lectures, overhead transparencies, and video tapes were the most 
frequently used media in training. This finding goes well the previous findings 
(Saiyadain and Juhary, 1995; Anonymous, 1996; Miner and Crane, 1995; Grossman and 
Magnus, 1989; and Meigs-Burkhard, 1986). I t  should be noted that technologically 





Slides 37 I 
Table 12: Instructional Media 
I I I 
Case studies 2 9 48 
O/o I tem n 
I I 1 
4 0 I Audio cassettes 24 
I I tem I 
1 Business books 1 
I 
1 Video discs I I  I 
To evaluate the trainirlgs' effectiveness, most companies used the changes in behavior 
Films 
Video conferencing 
and post-training examination scores as the indicator. While Anonymous (1996) 
15 
reported that the most commonly used training evaluation for manufacturing sector in 
1
Note: N= 60 
Multiple response (Scale: Yes/No) 
the United States was the trainees' reaction to the course, this criteria was ranked third 
in this study. 
Table 13: Training Evaluation 
I tem 
I 
2 1 Business Results 3 5 I 
- 




I Trainee's Reaction 
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Previous studies had revealed the training practices for employees in the manufacturing 
sector without differentiating the various job categories. This study reveals the current 
practices by the four selected industries in the manufacturing sector in Malaysia in 
training their professionals and technical staffs. Eventhough this study specifically 
47 
4 1 
1 ' $ %  
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focussed on the training of the professionals and technical staffs, the findings did not 
differ much from that of the previous studies findings in all important variables of 
training. 
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